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FOREWORD 

The  Government  of  Alberta  is  committed  to  developing  and  maintaining  the  highest 

possible  levels  of  employment  in  the  Province.  Along  with  this  is  a   commitment  to  move 

in  the  new  directions  required  to  meet  such  challenges  as: 

.   welfare  costs 

.   programs  of  training  and  retraining 

.   hiring  preferences  for  Albertans 

.   employment  problems  faced  by  the  handicapped 

and  those  over  45  years  of  age 

.   programs  of  new  job  creation 

From  these  commitments  came  the  decision  to  develop  a   comprehensive  manpower 

policy.  While  the  attempts  at  tackling  the  various  manpower  problems  in  Canada  to  date 

have  been  dealt  with  separately,  the  intent  of  the  Alberta  Manpower  Policy  is  to  provide 

an  overall  approach.  Therefore,  the  Policy  acts  as  a   blueprint  which  guides  and  co-ordi- 
nates all  manpower  programs  in  the  Province.  The  Policy  stresses  that  such  programs  must 

be  designed  to  meet  the  identified  employment  needs  of  Alberta  and  Albertans,  and  must 

be  evaluated  to  make  sure  they  are  doing  the  job. 

The  Manpower  Policy  discusses  the  need  for  an  adequate  method  of  finding  out  and 

informing  people  about  present  and  future  manpower  requirements.  This  will  help  to 

develop  better  programs  and  help  each  Albertan  to  make  decisions  about  his  own  future. 

In  order  for  Albertans  to  adjust  to  the  technological  and  social  changes  taking  place, 

access  is  needed  to  career  planning,  placement  and  training  services.  In  order  for  industry 

to  develop,  an  adequate  labour  force  with  proper  training  and  experience  is  needed. 

Within  the  overall  framework  for  manpower  development  the  Policy  places  a   high  priority 

on  individual  decision  making,  development  and  satisfaction.  The  career  planning  services 

are  intended  to  strengthen  the  individual's  ability  to  make  rational  career  choices,  to 
prepare  him  or  her  adequately  for  career  transitions  and  to  increase  individual  satisfaction 

through  improved  career  decisions. 

It  is  the  intention  of  the  Government  of  Alberta  to  work  actively  with  other  govern- 
ments, private  industry,  unions,  and  other  organizations  and  individuals  to  carry  out  the 

concepts  and  ideas  presented  in  the  Policy. 

In  brief,  the  Alberta  Manpower  Policy  is  a   pledge  for  action  to  the  people  of  Alberta.  The 

challenges  can  and  will  be  met. 
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PREFACE 

"An  active  manpower  policy,  as  a   means  for  promotion  of  economic  and  social  progress, 
includes  measures  to  facilitate  the  changing  needs  of  the  economy,  to  draw  disadvantaged 

groups  into  gainful  occupation,  to  stabilize  seasonal  and  conjunctural  fluctuations  in 

demand  for  labour  and  to  create  employment  opportunities  in  labour  surplus  areas. 

Thereby  it  should  also  contribute  to  economic  stability  (help  braking  inflationary 

tendencies)  at  the  highest  possible  employment  level. " 

Manpower  and  Social  Affairs  Committee 

Organization  for  Economic  Co-operation 
and  Development  (OECD) 

There  must  be  "...  dose  collaboration  between  the  employment  service  on  the  one  hand 
and  industry  and  the  trade  unions  on  the  other.  The  public  authorities  should  know   

the  plans  of  the  firm  with  regard  to  its  manpower,  if  they  are  to  provide  their  own 
services  efficiently. 

"But  an  employment  service  performs  only  a   part  of  the  functions  that  are  necessary  for 
an  active  manpower  policy.  An  overall  policy  involves  four  types  of  tasks  in  all:  policy 

formulation,  administration,  evaluation  of  performance  and  liaison  with  independent 

policy  systems  both  within  and  outside  of  the  government.  "To  perform  these  broad 

functions  successfully, ....  there  must  be   a   'centra!  manpower  agency'   " 

Norway's  Manpower  Policies 
O.E.C.D.  Observer  No.  57 

April  1972 



Vlfc  ̂    .'f%'»i-;  OP ■•■''■  ■   '   'Vi  -■-'•iv  *..r ••’■  ■> 

'^•vy,'4Ei''Iii‘'f^  ‘-’‘  '^sWwJWtr:  1' 

•   'T.-,.»r'n.Ts'^^ir»k5'f' “i-  ■«►'  •*;'  l/>‘  -f^uRjns^’ 

I   C'i  ’4"^  .'  •■' '   r.i'  : ?Oi'i  Jfi*»  ¥:  ̂ 

'   -^?v;'....  .■^■'-  '   i^'-; 

F:;  ..  'i  t, 

4   y.,is  r^f'Q  5^  .\fiMfa  .,  ,   r4,»■^  *   '*  -   ’■   » 

..  ,.  .;  |W>.|ii^''«  ‘i'-V.  .t  *»••  :   .   iS  VSlkMi  J 

».,_.  -jfV*  r.G  '’t  ‘k'?^^^s»'1iSlP^  ■>■.'  ''■  '.'v»7^  "V'l''"^'  •'t*  V   ̂'•'>v‘i4  «*'♦ 

'   4^ 

‘•V  -   ■»c'*  ■   -   .   • 

»   v**-i  •-  es3  T>.'.  iV'xv  »3i#f  ••  ^   i?^"*.- 

‘   '   '■'7'»  «SBnnl0  ■   :iT ,c  i,  t**  n*v'  .■■  ;•■  •>  V '.*ttv  v\.  ■>  ^   ,i 
;r.  4ib 

-vi  aLi--^Vf, \'^i4yXt 

\>\  *   •   'F  *t' 

^5  ^'-3/  ’   •   ’■  -V ;   *3 

4   fit  * 

V 



TABLE  OF  CONTENTS 

PAGE 

I.  Philosophy      1 

II.  Objective  and  Implementation  of  the  Manpower  Policy      1 

III.  Planning  and  Implementation  Blueprint     2 

IV.  Design  Factors      3 

A.  Labour  Demand      3 

B.  Labour  Supply     4 

C.  Placement  Process     5 

V.  Systems  Design      5 

A.  Decision-Making  System      5 

B.  Information  System      5 

C.  Training  System      5 

D.  Employment  Development      6 

E.  Career  Planning  and  Placement  System      6 

F.  Summary      7 



M 

t*'
, 
  

■   J 

.   i 

n 

ss^ 
-^ii 

jty 

«%Ytt*Hf*  If  <•«-<»*» 

1   .--BTti^Oa  -liflAt 

.   ̂ dHOSQllff^  .1 

Y-j>Jja*?*'»'  '^c)C,rH*‘ 1   T   '•  .i  -lOiW'*  «r’t>^';lm1l  W   Hv^Tja^tri  II 

^   '■?-^:  ■'  \   T,  :■•  ̂   .iV! 

tffttW‘’^8  no»‘  .';,^  ;rT^tCi«»»'  *   v^»  Uf 

"   'i^ 

il’T'"' 

-7 

t'jJ  j^!^  ,'*l 
G 

  'f.J  ,   .♦* b*r 

>   T"  '   .   ., 

.   .   nj)if«0;V  i   anv<? 

y   Vr  I   <li  ^ 

V 

A 

»   'x'? 

'   TK ' •?  • .   i on"*rvah*^i  3 



MAIMPOWER  POLICY 

OF  THE 

PROVINCE  OF  ALBERTA 

THE  PHILOSOPHY: 

The  Government  of  Alberta  bases  its  policies  upon  a 

belief  in  the  rights  of  the  individual  within  our 

democratic  society.  The  Alberta  Manpower  Policy 

holds  the  conviction  that  each  Alberta  citizen  has 

the  right  to  the  opportunity  to  achieve  the  highest 

possible  income  and  standard  of  living.  Along  with 

this  right,  the  Manpower  Policy  includes  the  convic- 
tion that  the  individual  has  an  obligation  to  society. 

All  persons  in  our  society  have  the  responsibility  of 

contributing  as  best  they  can  to  the  creation  of 

income  through  productive  employment.  The  crea- 

tion of  income  through  employment  is  essential  to  a 

good  standard  of  living.  This  employment  serves  the 

individual  on  the  one  hand  and  society  on  the  other. 

Employment  helps  to  bring  the  individual  and  fam- 

ily more  fully  into  society.  Employment  gives  sta- 

tus. It  brings  individual  satisfaction.  This,  in  turn, 

makes  society  strong,  worthwhile  and  productive. 

Appropriate  opportunities  must  therefore  be  avail- 
able to  all  citizens  of  the  Province. 

To  ensure  that  employment  provides  the  major 

source  of  income  for  an  individual  or  family,  other 

methods  of  supplying  income  (such  as  social  assist- 

ance payments)  should  be  used  only  when  employ- 
ment is  not  feasible. 

In  addition  to  the  social  factors,  there  are  also 

economic  factors  to  be  considered.  High  levels  of 

employment  mean  that  society  is  making  use  of 

resources  and  enjoying  high  production  levels  of 

goods  and  services. 

High  levels  of  employment  contribute  to  the  well- 

being of  society  through  raising  physical  living 

standards  and  increasing  life-enriching  activities. 

Thus  every  Albertan  who  is  physically  and  mentally 

capable  should  have  the  opportunity  to  take  part  in 

productive  employment.  To  do  this  a   number  of 

things  are  necessary.  Employment  opportunities 

must  be  improved.  The  ability  of  Albertans  to  take 

advantage  of  these  opportunities  must  be  increased. 

The  risk  of  unemployment  must  be  reduced  as  well 

as  the  impact  of  unemployment  when  it  does  occur. 

In  view  of  the  social  and  economic  factors,  the 

Alberta  Manpower  Policy  deals  with: 

A.  Job  Creation: 

To  encourage  the  numbers  and  types  of  jobs 

suitable  to  the  potential  labour  force.  This  job 

creation  activity  will  include  small  businesses, 

development  in  rural  areas  anc|  expansion  of 

cultural  and  tourist  enterprises. 

B.  The  Needs  of  the  Potential  Labour  Force: 

To  assist  the  potential  labour  force  to  get  and 

keep  jobs.  Some  members  of  the  labour  force, 

such  as  the  young,  those  over  45  years  of  age 

and  those  living  at  poverty  levels,  need  special 

attention. 

Although  the  Policy  must  consider  both  job  crea- 
tion and  the  preparation  of  people  for  jobs,  the 

priority  in  the  Policy  is  that  jobs  are  for  people  and 

not  people  for  jobs.  This  priority  puts  the  individual 

first.  It  also  points  to  lasting  and  useful  employ- 

ment, rather  than  stop-gap,  short-term,  make-work 

approaches. 

II.  OBJECTIVE  AND  IMPLEMENTATION  OF  THE 

MANPOWER  POLICY: 

The  objective  of  the  Alberta  Manpower  Policy  is  to 

provide  worthwhile  employment  opportunities  for 

all  those  Albertans  who  have  the  capacity  to  be 

employed.  The  meeting  of  this  objective  will  assist 

in  creating,  co-ordinating  and  maintaining  the  con- 

ditions necessary  to  have  the  best  possible  standard 

of  living  for  the  citizens  of  the  Province  of  Alberta. 

The  relationship  of  this  objective  to  the  philosophy 

of  the  Policy  and  to  the  design  for  implementation 

is  shown  in  Figure  I . 

in  order  to  meet  the  objective  of  the  Policy,  new 

organizational  approaches  probably  will  be  required. 

(This  need  is  discussed  in  more  detail  in  Section  V, 

System  Design).  These  approaches  will  have  to  be 

designed  so  as  to  ensure  the  co-ordinated  delivery  of 
those  social  services  concerned  with  income  and  the 

standard  of  living.  For  example,  some  kinds  of  gov- 

ernmental and  private  agency  services  could  be 

grouped  together  into  community  Social  Service 

Centres.  Each  such  centre  could  become  a   focal 

point  for  the  co-ordinated  delivery  of  services. 
These  services  would  assist  each  citizen  to  become  a 

satisfied  and  productive  member  of  our  society.  The 

staff  of  these  centres  would  be  able  to  take  a   co- 

ordinated team  approach  toward  the  identification 

of  social  problems  and  solutions.  This  would  also 

apply  to  the  planned  provision  of  the  various  com- 

binations of  services  needed  by  particular  individ- 

uals or  groups.  For  example,  people  could  be  helped 

to  identify  and  overcome  some  of  the  difficulties 

they  have  had  in  getting  and  keeping  satisfying  jobs. 

This,  in  turn,  would  assist  them  in  improving  their 

standard  of  living. 

An  adequated  standard  of  living  for  all  citizens  is 

achievable  through  the  provision  of  income  (which 

enables  a   person  to  purchase  goods  and  services)  or 

the  provision  of  services  directly  (such  as  medicare 

or  free  housing)  or  a   combination  of  both.  Income 



permits  people  to  choose  the  type,  quantity  and 

quality  of  services  and  goods  they  wish  to  have. 

Consequently,  an  emphasis  on  the  provision  of  in- 

come has  definite  advantages  for  the  individual. 

Income  can  come  from  employment,  investments 

and  transfer  payments  (such  as  welfare.  Negative 

Income  Tax,  or  Guaranteed  Annual  Income).  While 

other  government  policies  make  provision  for  the 

necessary  alternative  sources  of  income  for  the  un- 

employed, the  Alberta  Manpower  Policy  is  more 

directly  concerned  with  the  provision  of  income 

through  employment. 

In  this  regard  there  must  be  a   frequent  and  thor- 

ough review  made  of  the  manpower  situation  in  the 

Province.  These  studies  should  get  at  the  levels  and 

kinds  of  income  needed  by  Albertans.  The  studies 

also  should  examine  the  capacity  of  Albertans  to 

contribute  through  employment  to  the  production 

of  and  payment  for  goods  and  services.  These  types 

of  studies  will  assist  in  the  accurate  identification  of 

those  who  have  the  capacity  to  be  employed  and 

those  who  for  various  reasons  may  be  regarded  as 

unemployable.  The  manpower  function  must  be 

sensitive  to  the  needs  of  these  two  major  categories. 

It  must  be  sensitive  to  the  reasons  and  consequences 

of  citizens  moving  from  one  category  to  another. 

Care  must  be  taken  to  ensure  that  all  available 

alternatives  are  examined  and  avenues  of  assistance 

explored.  For  example,  everything  possible  should 

be  done  to  help  those  in  the  unemployable  category 

to  become  employable  and  employed.  This  will  en- 

able them  to  improve  their  standard  of  living,  to 

develop  pride  and  confidence,  and  to  help  strength- 
en our  society. 

It  also  will  be  necessary  to  carry  out  manpower 

research  in  the  area  of  supply  and  demand.  This 

research  will  look  at  the  nature  and  quantity  of 

current  and  future  employment  in  the  Province.  On 

the  basis  of  the  studies  and  research  it  should  be 

possible  to  develop  the  necessary  employment  plans 

and  programs  and  to  make  the  best  use  of  employ- 

ment strategies.  The  employment  strategies  which 

can  be  used  to  achieve  full  employment  are  as 

follows: 

A.  Adjust  the  number  and  types  of  jobs  to  fit  the 

number  and  types  of  people  requiring  employ- 
ment. 

B.  Adjust  the  size  and  qualifications  of  the  labour 

force  to  fit  the  number  and  types  of  jobs  avail- 
able. 

C.  Improve  the  matching  of  people  and  jobs. 

D.  Start  up  special  employment  programs  for 

those  who  find  it  difficult  to  obtain  employ- 
ment. 

Various  combinations  of  these  employment  strate- 

gies can  be  used.  In  addition,  the  emphasis  can  be 

shifted  among  them  as  the  needs  of  the  people  of 

Alberta  change.  Assessments  of  the  results  of  the 

employment  strategies  will  be  used  to  make  adjust- 

ments in  approach  and  shifts  in  emphasis.  In  this 

way  the  objective  of  the  Alberta  Manpower  Policy 

will  be  met. 

III.  THE  PLANIMIIMG  AND  IMPLEMENTATION 

BLUEPRINT 

The  Blueprint  (Figure  2)  sets  out  and  schedules  the 

planning  and  implementation  mentioned  in  the  pre- 
vious section.  It  is  divided  into  five  stages,  with  four 

major  areas  of  concern  in  each  stage.  The  five  stages 

are: 

A.  A   Philosophy  and  General  Objectives  Stage: 

This  is  the  policy  decision  area  which  selects 

the  general  objectives  to  be  reached.  This  policy 

decision  must  be  undertaken  by  Executive 

Council.  (The  philosophy  and  objectives  are 

outlined  in  the  preceding  sections). 

B.  Information  Needs  Stage: 

This  stage  is  essentially  research  oriented.  It  is 

designed  to  gather  the  type  of  information 

needed  for  refining  and  sharpening  the  focus  of 

the  general  objectives.  Alternative  methods  of 

reaching  general  objectives  and  their  implica- 
tions are  developed  in  this  stage. 

C.  Operational  Objectives  Stage: 

This  involves  selecting  alternatives,  establishing 

targets  and  is,  in  effect,  another  policy  decision 

stage.  It  must  be  completed  before  detailed 

program  planning  can  begin. 

D.  Program  Planning: 

This  stage  takes  the  selected  alternatives  and 

targets  established  in  the  preceding  stage  and 

translates  them  into  program  plans. 

E.  Program  Implementation: 

This  is  the  last  stage  which  includes  monitoring 

and  evaluation. 

The  four  major  areas  of  concern  which  must  be 

considered  within  each  stage  are: 

1.  Labour  Demand: 

Flow  many  jobs,  where,  what  skills  re- 

quired, when? 

2.  Labour  Supply: 

How  many,  what  skills,  location,  availa- bility? 

3.  Placement  Process: 

How  to  match  labour  supply  and  labour 

demand. 

4.  Contingency  Programs: 

All  factors  in  the  manpower  equation  are 

not  predictable  and  certainly  not  control- 
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lable,  so  contingency  programs  must  be  de- 
veloped to  offset  these  situations. 

The  details  of  how  these  five  stages  and  four 

areas  of  concern  relate  to  each  other  are  shown 

in  the  Planning  and  Implementation  Blueprint 

(Figure  2).  In  addition,  the  Blueprint  shows 

that  a   yearly  review  will  be  undertaken.  The 

manpower  field  is  constantly  changing.  There- 

fore, the  planning  and  implementation  pro- 
cesses must  be  adaptable  and  flexible  in  order 

to  keep  pace. 

The  yearly  review  will  update  and  refine  the 

manpower  planning,  implementation  and  bud- 

getary processes.  In  this  way  the  degree  of 

efficiency  of  the  Blueprint  can  be  increased. 

IV.  DESIGN  FACTORS 

A.  Labour  Demand: 

In  Alberta,  during  the  last  few  years,  the  labour 

force  has  expanded  at  an  annual  rate  of  more 

than  3%.  This  means  that  every  year  over 

20,000  new  jobs  are  required  for  new  people 

entering  the  labour  force.  Since  1966  the  unem- 

ployment situation  has  become  more  serious 

every  year  with  the  average  unemployment  rate 

in  1966  of  2.1%,  more  than  doubling  to  4.7% 

for  1971.  Evidently  job  creation  in  the  Province 

has  not  kept  pace  with  the  increase  in  the 

labour  force.  Over  the  past  two  years  the  up- 

ward pressure  on  the  unemployment  rate  has 

been  more  severe  with  the  Federal  Govern- 

ment's policies  of  restraint  and  its  inability  to 
solve  urgent  agricultural  problems.  In  Alberta 

these  unemployment  pressures  have  been  com- 

pounded by  a   shift  in  the  oil  exploration  activ- 

ity from  Alberta  to  the  northern  parts  of  Can- 

ada. The  net  effect  has  been  that  the  unemploy- 

ment rate  in  1971  reached  a   level  equal  to  the 

devaluation  crisis  of  1961.  These  levels  of  un- 

employment are  unacceptable  any  time,  but  are 

particularly  acute  at  the  present  time  when: 

1.  The  small  farms  in  the  Province  are  under 

considerable  pressure  and  many  are  strug- 

gling to  stay  in  existence. 

2.  Our  educational  institutions  are  undergoing 

major  shifts  in  outlook. 

3.  An  increasing  number  of  trained  university, 

technical  and  post-secondary  graduates  are 

unable  to  find  employment. 

For  these  reasons  it  is  imperative  that  the  Gov- 
ernment of  the  Province  of  Alberta  take  all 

measures  possible  to  assist  in  the  job  creation 

process. 

Government  action  can  influence  job  creation 

in  a   variety  of  ways.  The  most  direct  method  is 

that  of  increasing  the  level  or  amount  of  ser- 
vices. This  creates  jobs  in  the  public  service, 

although  the  same  objective  can  be  attained  by 

contractual  arrangements  with  private  com- 

panies. This  type  of  employment  is  limited  by 

the  level  of  taxation  which  the  citizens  of  Al- 

berta will  find  acceptable.  As  the  demand  in- 
creases for  such  services  as  improved  consumer 

protection,  conservation,  pollution  control,  and 

kindergarten,  then  more  jobs  will  be  created  to 

supply  these  services. 

Another  method  of  job  creation  by  the  Govern- 
ment is  in  the  construction  of  capita!  projects 

and  other  facilities  throughout  the  Province. 

The  nature  of  these  projects  depends  upon  the 

relative  importance  assigned  by  Albertans  to  a 

variety  of  desires  and  needs.  This  type  of  job 

creation  is  affected  by  the  decision  on  meeting 

least  cost  objectives.  For  example,  if  the  de- 

cision is  taken  to  increase  the  labour  compo- 

nent in  these  jobs  at  the  expense  of  the  capital 

component,  then  additional  jobs  will  be  created 

in  Alberta,  perhaps  at  the  expense  of  jobs  in  the 

capital  manufacturing  sector  in  other  parts  of 

Canada  or  the  rest  of  the  world.  In  addition, 

since  this  type  of  job  creation  is  under  direct 

government  control,  it  is  possible  to  develop  a 

scheduling  program  whereby  the  construction 

of  the  capital  projects  can  be  used  as  a   method 

of  alleviating  unemployment  which  peaks  dur- 

ing the  winter  time. 

The  sphere  of  regulation  is  a   third  main  area  of 

government  involvement  which  directly  affects 

job  creation  in  the  private  sector.  Decisions 

taken  here  primarily  affect  the  natural  resource 

industries,  directly  affect  the  rate  and  level  of 

job  creation  in  the  Province  and  have  an  impact 

upon  the  labour  force  flow  from  the  agricul- 

tural sector.  Balanced  against  the  need  for  new 

employment  opportunities  must  be  the  longer 

term  concern  for  resource  conservation  or  re- 

generation. It  would  be  relatively  easy  to  create 

many  new  jobs  in  the  Province  if  the  policies 

regarding  the  quota  system  in  Forestry  and  the 

allowable  system  in  the  oil  and  gas  industry 

were  altered  to  increase  the  rate  of  usage.  Flow- 

ever,  this  could  lead  to  a   far  more  severe  prob- 
lem for  Albertans  in  the  future. 

Other  forms  of  regulation  can  also  affect  the 

employment  situation.  Changes  in  the  mini- 
mum wage  level,  and  wage  and  price  restraints, 

are  methods  which  directly  influence  decisions 

by  agriculture  and  industry  in  the  private  sec- 
tor. Consumer  protection  and  pollution  control 

legislation  can  have  significant  impacts  on  in- 
dustrial activity. 
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In  a   largely  resource-based  econonny  such  as 

Alberta  has,  these  actions  require  the  Govern- 

ment to  be  very  aware  of  the  economic  factors 

underlying  development  and  the  effects  of 

these  regulations  on  job  creation. 

The  job  creation  outlined  above  contributes  to 

less  than  15%  of  the  overall  employment  level. 

The  greatest  portion  of  employment  arises  out 

of  the  private  sector.  Governments  affect  in- 

dustry and  agriculture  in  a   variety  of  ways,  in 

addition  to  those  mentioned  previously. 

Among  the  most  direct  methods  are  tax  policy, 

marketing  assistance,  credit  programs,  incentive 

grants  and  other  subsidies.  If  the  problems  of 

unemployment  are  to  be  alleviated,  then  this 

sector  must  expand  more  rapidly  than  has  been 

the  case  over  the  past  five  years.  To  ensure  that 

this  will  happen,  a   joint  agriculture  —   private 

industry  —   government  effort  must  be  under- 

taken. The  areas  of  greatest  potential  must  be 

identified  and  programs  must  be  designed  to 

ensure  that  the  maximum  number  of  new  jobs 

is  realized. 

B.  Labour  Supply: 

Although  the  priority  in  a   manpower  program 

is  that  jobs  are  for  people  and  not  vice  versa,  it 

is  also  necessary  to  ensure  that  people  have  the 

skills  necessary  to  fill  the  jobs  which  are  avail- 

able. Manpower  policy  then  becomes  a   two-way 

process  of  creating  jobs  for  people  and  pre- 

paring people  for  jobs.  People  need  training  and 

other  employment  related  services  in  at  least 

two  and  perhaps  three  stages  of  their  life.  These 

stages  are  the  pre-employment  period,  the  la- 

bour force  period,  and  perhaps  the  retirement 

or  approaching  retirement  period. 

There  are  special  groups  of  people  who  are 

handicapped  in  some  way  or  who  may  have 

some  special  problems.  They  will  need  services 

in  addition  to  those  needed  by  most  people. 

Most  people,  in  order  to  be  successful  in  an 

occupation  or  career,  need: 
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This  information  must  relate  to  career  or 

occupational  decisions.  What  jobs  are  avail- 

able, what  is  the  future  of  these  jobs,  what 

skills  and  other  attributes  are  necessary 

pre-requisites.  This  information  can  come 

through : 

(a)  The  mass  media  —   newspapers,  maga- 

zines, T.V.,  radio. 

(b)  Friends  or  associates  —   everyone  seems 

to  have  an  opinion  about  what  is  a 

'good'  job  and  what  will  happen  in  the 
future. 

(c)  Special  study  —   a   person  may  do  his 
own  research  on  a   field  of  interest. 

(d)  The  formal  counselling  process. 

There  is  little  purposefully  organized  career 

planning  information  available  to  most 

people.  Career  planning  counsellors  usually 
take  the  form  of  counsellors  in  educational 

institutions  and  they  are  not  generally 

accessible  to  people  other  than  students  in 

the  institution. 

2.  Skills: 

A   person  needs  skills  in  two  areas;  physical 

or  mental  skills  which  he  can  sell,  and 

social  skills  which  enable  him  to  sell  his 

physical  skills  and  maintain  a   good  rela- 

tionship with  his  fellow  workers.  These 

skills  are  obtained  through; 

(a)  Training  —   which  includes  basic  educa- 

tion prior  to  employment,  and  contin- 

uing education  during  employment. 

Changing  technology  makes  necessary 

the  continued  updating  of  knowledge 

and  the  retraining  for  new  or  modified 
skills. 

Manpower  policy  has  definite  implications 

for  education  policy.  If  a   provincial  objec- 

tive is  to  enable  people  to  be  employable, 

then  the  first  priority  in  education  is  to 

teach  skills  related  to  employability  and 

the  second  priority  is  to  give  courses  re- 
lated to  life  enrichment.  There  are  also 

questions  to  be  raised  about  where  training 

should  be  done.  With  rapid  changes  in  tech- 

nology it  may  be  better  to  make  more  use 

of  training-on-the-job  type  programs  than 

to  put  money  into  training  facilities.  The 

training  allowance  area  is  also  one  which 

will  need  examination  and  revision  because 

it  has  implications  for  all  post-secondary 

educational  financing  for  students. 

(b)  Experience  —   changing  technology 

tends  to  make  some  kinds  of  experi- 
ence obsolete  while  other  kinds  of  ex- 

perience may  be  in  demand  by  em- 

ployers. 
The  majority  of  the  training  is  done  in  the 

educational  institutions  and  is  supple- 

mented by  some  employers.  Experience  is 

generally  received  through  employment. 

3.  Attitudes  Supporting  Work  Activity: 

Some  of  these  attitudes  relate  to  time, 

work  scheduling  and  production.  Many  of 

these  attitudes  have  been  learned  in  the 

past  from  the  structures  of  the  school 

system  with  its  program  of  start-stop  class 

periods,  every  day  at  9:00  a.m.,  and  dead- 
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lines  for  assignnnents.  These  kinds  of  atti- 
tudes are  meeting  with  resistance  from 

some,  students  now  and  may  not  be  as 

appropriate  in  the  future  as  they  have  been 

in  the  past.  Career  versus  job  orientations 

and  individual  work  scheduling  and  respon- 

sibility may  be  appropriate  for  future  em- 
ployment patterns. 

4.  Mobility  in  the  Physical,  Social,  Education- 
al and  Economic  Areas  of  Life: 

A   major  question  in  this  area  is  what,  if 

any,  is  the  limit  to  mobility  in  an  individ- 

ual's life?  Some  authorities  contest  that 
major  changes  in  one  area  of  life  must  be 

compensated  by  stability  in  other  areas  if 

physical,  emotional  and  mental  health  is  to 

be  maintained.  Some  government  programs 

have  promoted  and  encouraged  mobility 

(such  as  mobility  grants  and  training  allow- 
ances) but  not  much  has  been  done  about 

examining  the  implications  of  this  mobil- 
ity. 

C.  The  Placement  Process: 

The  placement  process  brings  jobs  and  people 

together.  People  obtain  information  on  job 

opportunities  from  a   variety  of  sources  includ- 

ing friends,  direct  advertising,  seeking  out  em- 
ployers, unions  and  placement  agencies.  If  full 

employment  is  to  be  achieved,  this  placement 

process  must  be  improved  so  that  people  spend 

less  time  between  jobs.  The  placement  process 

needs  to  be  improved  by  teaching  people  how 

to  look  for  jobs  and  by  teaching  employers 

better  methods  of  screening  and  administering 

their  employees.  Artificial  barriers  to  employ- 
ment, such  as  unnecessarily  high  educational 

prerequisites  and  unnecessary  professional  or 

union  restrictions  on  entry  into  some  fields, 

must  be  examined  and  changed.  Many  more 

handicapped  people  could  be  employed  in  jobs 

if  people  were  hired  by  prerequisites  which 

were  set  by  the  performance  requirements  of 

the  job.  Selection  on  this  basis  requires  much 

more  effort  on  the  part  of  personnel  depart- 
ments. 

V.  SYSTEMS  DESIGN: 

A   number  of  interlocking  systems  are  required  to 

handle  the  factors  outlined  in  Section  IV.  Implicit 
in  Figure  I   and  discussions  to  date  has  been  the 

requirements  for  a   planning,  research  and  evaluation 

system.  The  other  necessary  systems  are  a   decision- 

making system,  an  information  system,  a   training 

system,  an  employment  development  system,  and  a 

career  planning  and  placement  system. 

A.  The  Decision-Making  System: 

This  system  must  be  clearly  defined  so  that 

information  relating  to  manpower  problems  can 

be  channelled  to  the  proper  place  and  so  that 
decisions  can  be  made  within  a   reasonable  time 

frame.  The  decision-making  system  must  re- 
quest the  type  of  information  it  feels  is  needed; 

it  should  involve  and  interpret  a   wide  range  of 

citizen  opinion;  it  should  decide  major  direc- 
tion, priority  and  emphasis;  and  it  should  assign 

implementation  responsibility.  Manpower  de- 
cision-making must  be  focused  at  the  highest 

possible  level.  Therefore,  it  is  suggested  that  a 

Cabinet  Committee  be  made  responsible  for 

Manpower  in  order  to  be  the  focal  point  of  the 

decision-making  system. 

B.  The  Information  System: 

This  system  is  also  a   key  element  in  the  man- 
power program.  Information  is  needed  for 

policy  decisions,  for  implementation  decisions, 

for  career  planning  and  counselling  and  for  eval- 

uation. The  design  of  this  system  should  in- 

clude the  design  of  a   two-way  information  flow 
between  the  people  who  generate  information 

and  those  who  use  the  information.  The  infor- 
mation must  be  in  a   form  which  is  useful  to  the 

user.  At  the  present  time  there  are  a   number  of 

agencies  producing  information.  There  are  also 
a   large  number  of  agenices  using  information. 

But  there  is  no  coherent  flow  of  information, 

no  agreed  upon  common  data  base,  and  almost 
no  feedback  on  the  usefulness  of  information. 

There  are  several  ways  of  developing  the  infor- 
mation system.  One  way  would  be  to  leave  the 

fragments  of  the  producer  parts  of  the  system 

where  they  are  presently  located  and  develop 

an  in-house  manpower  information  system 

capacity  to  identify,  co-ordinate  and  channel 
the  two-way  information  flow.  Another  meth- 

od would  be  to  develop  a   centralized  informa- 
tion and  statistical  service  which  would  feed 

information  to  all  users  and  to  which  all  users 

could  forward  information  requests. 

Under  the  present  circumstances  the  informa- 
tion system  for  the  Manpower  function  will 

have  to  be  developed  on  an  in-house  basis,  in 

combination  with  the  necessary  in-house  plan- 

ning and  research  functions.  The  Manpower  in- 
formation system  will  co-operate  fully  in  any 

subsequent  establishment  of  a   centralized  non- 
departmental  statistical  unit. 

C.  The  Training  System: 

This  system  should  include  the  elements  of 

original  preparation  for  employment,  retraining 

and  continuing  education.  The  present  training 

system  placed  most  of  its  emphasis  on  original 
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preparation.  A   beginning  has  been  made  toward 

a   capability  in  retraining  with  only  limited  em- 

phasis on  continuing  education.  This  emphasis 

is  based  on  a   relatively  static  or  slowly  changing 

picture  of  skill  requirements  which  is  no  longer 

accurate.  The  retraining  concept  is  only  a   reme- 
dial or  rehabilitative  measure  which  attempts  to 

patch  up  the  deficiencies  in  the  training  system. 

It  is  not  a   long-term  solution  to  the  problems  of 

structural  unemployment  because  it  implies  a 

stop-start  pattern  of  labour  force  involvement. 

This  pattern  imposes  adjustment  problems  on 

the  individual  and  on  his  family.  The  pattern  of 

relatively  slow  and  smooth  but  continuous  ad- 

justment implied  by  continuing  education  is 

probably  more  desirable  from  the  point  of  view 

of  the  individual,  his  family,  and  the  labour 

force.  This  will  also  mean  a   major  re-orientation 

of  employees,  employers  and  educational  insti- 

tutions to  work  more  co-operatively  in  explor- 

ing areas  such  as: 

1.  Study-work  situations  where  part  of  the 

time  is  spent  in  the  classroom  and  part  in 

an  employment  situation.  Perhaps  radio 

and  television  may  be  used  in  place  of  the 

classroom  approach.  This  is  not  simply  for 

students  in  the  original  preparation  stage, 

but  for  full-time  employees  as  well. 

2.  Greater  use  of  training-on-the-job  situa- 
tions. 

3.  Internship  concepts. 

4.  Sabbatical  leave  situations. 

This  exploration  obviously  will  need  the  con- 

certed and  co-operative  effort  of  all  concerned. 

Within  the  manpower  concept  the  following 

things  must  happen: 

1.  The  research  and  information  systems  must 

be  able  to  place  trend  and  projection  infor- 

mation in  the  hands  of  educators,  employ- 

ers and  legislators. 

2.  The  placement  function  must  be  more  edu- 

cative and  less  passive.  The  placement  func- 
tion is  the  link  between  the  labour  supply 

(the  employee  and  educator)  and  the  la- 

bour demand  (the  employer).  The  place- 

ment officer  must  become  active  in  relay- 

ing in  both  directions  the  needs  of  each 

group. 

3.  There  must  be  more  co-ordination  and  ex- 

change among  all  the  types  of  educational 

institutions  and  agencies,  (e.g.  Why  should 

it  not  be  possible  for  a   philosophy  student 

at  the  University  of  Alberta  to  have  as  part 

of  his  curriculum  a   course  in  computer 

programming  from  N.A.I.T.?) 

4.  -Major  changes  in  labour  demand,  such  as  a 

large  plant  closure  or  a   large  new  plant. 

should  be  co-ordinated  much  more  closely 
with  the  training  system. 

D.  The  Employment  Development  System; 

This  system  could  probably  remain  as  it  is  (i.e. 

in  several  departments)  but  will  need  a   large 

additional  input  in  creating  secondary  manufac- 

turing and  in  attempting  to  influence  its  loca- 
tion. This  will  need  to  be  done  with  careful 

reference  to  agricultural  planning  to  ensure  pro- 

gram conflicts  do  not  occur.  Basic  decisions  will 

have  to  be  made  on  the  degree  of  decentraliza- 

tion of  industry  established  as  a   target.  The 

social  and  servicing  costs  involved  in  locating 

industry  in  the  metropolitan  areas  should  be 

examined  and  identified  and  then  considered  in 

developing  taxation  policies.  Recognition  must 

be  given  to  the  fact  that  many  people  are  not 

prepared  to  move  from  their  existing  homes 

and  special  efforts  will  be  made  to  try  to  de- 

velop around  their  existing  economic  base.  An 

improved  information  system  will  assist  in  the 

establishment  of  targets  for  job  creation  and  in 

identifying  those  areas  and  industries  which  can 

be  emphasized  to  advantage.  In  addition,  this 

should  assist  in  identifying  the  target  needs  for 

contingency  and  other  special  employment  pro- 

grams. 
E.  The  Career  Planning  and  Placement  System: 

This  system  is  of  critical  importance  in  making 

the  rest  of  the  manpower  program  effective  for 

the  people  of  the  Province.  Most  people  now 

make  their  career  decisions  without  the  benefit 

of  adequate  information  on  career  alternatives, 

transition  assistance  and  education  programs, 

and  potential  opportunities  which  may  result 

from  any  choice. 

1.  The  purpose  of  the  career  planning  service 

of  the  system  is  to  assist  the  people  of  the 

Province  to  make  profitable  transitions 

from  school  to  school,  school  to  work, 

work  to  additional  education  or  training, 

job  to  job  and  work  to  retirement.  People 

should  have  the  opportunity  to  plan  for 

and  prepare  for  each  of  these  types  of 

transitions  so  that  they  are  profitable  to 

the  individual.  The  transitions  should  in- 

crease the  individual's  personal  satisfaction. 
They  should  also  be  profitable  to  society  in 

that  the  individual  is  making  a   more  valu- 
able contribution  to  its  welfare.  The  career 

planning  service  can  be  sub-divided  into: 

(a)  Public  information. 

(b)  Self  counselling. 

(c)  Group  counselling. 

(d)  Individual  counselling. 

Most  people  now  make  their  own  career 
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choice  without  the  benefit  of  an  individual 

counsellor  and  this  will  probably  continue 
to  occur.  Various  factors  would  make  it 

very  expensive  to  provide  individual  coun- 

selling for  everyone.  Therefore,  the  compo- 
nents listed  above  would  probably  involve 

decreasing  numbers  of  people  with  the 

public  information  component  reaching 

almost  everyone,  the  self-counselling  ma- 
terials going  to  those  who  request  them, 

and  an  even  fewer  number  participating  in 

group  and  individual  counselling.  Counsel- 
lors should  be  independent  of  any  direct 

program  so  that  they  do  not  become 

screening  devices  for  that  program,  but 

they  should  have  knowledge  of  and  access 

to  all  programs  which  might  affect  the  em- 
ployability of  a   client.  These  services  might 

range  from  psychiatric  services,  through 

family  and  debt  counselling  to  training  and 

placement  services.  One  direct  service 

which  might  be  provided  is  a   testing  service 

to  assess  interest  aptitudes  and  other  fac- 
tors affecting  career  decisions. 
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Programs  in  the  placement  service  of  the 

system  
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ly available.  It  must  also  be  supported  by 

mobility  programs  and  must  be  able  to 

refer  hard  to  employ  people  to  career  plan- 

ning and  to  any  assistance  other  than  place- 
ment and  mobility  which  may  be  needed. 

The  placement  service  should  have  a   na- 
tional orientation  so  that  the  employment 

opportunities  in  the  rest  of  Canada  can 
come  to  the  attention  of  Albertans  and 

that  Alberta  jobs  which  cannot  be  filled  by 
Albertans  can  be  filled  from  elsewhere  in 

Canada.  The  placement  service  of  the  sys- 
tem should  feed  information  to  all  other 

stages  about  the  kinds  of  skills  which  are  in 

demand,  the  kinds  of  people  who  are  diffi- 
cult to  place  and  the  kinds  of  information 

needed  by  employers. 

F.  Summary: 

The  integration  of  the  total  manpower  program 

and  its  emphasis  on  service  to  people  depends 

upon  the  following  points; 

1.  The  crucial  importance  of  career  planning 

and  placement  activities. 

2.  The  necessity  of  co-ordinating  all  of  the 
related  activities. 

3.  The  necessity  of  research  and  information 

systems  and  of  a   decision-making  system. 

4.  The  necessity  of  a   systematic  method  of 

referral  and  follow-up  if  people  are  not  to 

feel  they  are  getting  the  bureaucratic  "run 

around". 
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